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Abstract 

The purpose of this paper is to examine the influence of job satisfaction on the perceived 

organizational support-employee engagement relationship among secondary school teachers in 

Uganda. The study took a cross-sectional descriptive and analytical design. Out of a population 

of 654, the study targeted a sample size of 250 respondents. Using random sampling procedures, 

data were obtained in two rounds, the 2
nd

 round carried out after 6 months from the 1
st
. In the 1

st
 

round, data were obtained from 212 usable questionnaires and from 231 usable questionnaires in 

the 2
nd

 round. Using SPSS and AMOS all the four hypotheses were tested and analyzed. The 

results are presented in terms of Regression Analysis models, CFA and SEM. Results indicate 

that perceived organizational support and job satisfaction were significant predictors of 

employee engagement. Furthermore, perceived organizational support significantly associated 

with teacher engagement at work. Similarly, job satisfaction emerged as a mediator of the 

perceived organizational support - employee engagement relationship. The study is relevant in 

that managers of schools will ensure they set up and implement human resources policies and 

practices that are relevant for increasing job satisfaction and support at work.  

 

Keywords: Employee Engagement, Job Satisfaction, Perceived Organizational Support, 
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1.0 Introduction 

Work engagement is fundamental to driving successful organizations. Consequently, the concept 

of engagement has created a lot of attention among researchers, academia and practitioners. 

Work engagement predicts job satisfaction, organizational commitment, and organizational 

citizenship behavior and reduced intentions to quit (Saks, 2019). In a survey of individuals who 

work as sales representatives, Kang and Sung (2017) found employee engagement to enhance 

supportive employee communication behaviors and to reduce turnover intention. Scholars 

Cooke, Cooper, Bartram, Wang and Mei (2019) conceptualized engagement as a higher-order 

measure of job attitudes that is an effective and concise predictor of employee effectiveness. 

Chandni and Rahman (2020) and Consiglio, Borgogni and Tecco (2016) argue that many 

organizations have directed all their effort in ensuring that they identify and maintain employees 

who are self-inspired as well as employees who are willing to go an extra mile because they 

execute tasks and objectives.  

Much as these studies exist, most of them have been carried out in business organizations 

and few (Curran and Prottas, 2017) in institutions of higher learning. But even then, those studies 

in institutions of higher learning were at university level which university dynamics are 

completely different from those at secondary school level this study intends to cover. 

Furthermore the studies seem to have been carried out in the developed world. This study intends 

to demonstrate the precursors to employee engagement in a completely new setting, a developing 

country setting and at a level of secondary education.  

The concept of the employee engagement is derived from the social exchange theory 

(Homans, 1958). The social exchange theoretical perspective explains social structure as a 

process of negotiated exchanges between parties founded on the expectation that actions will 

result in a commensurate return, and that human relationships are formed by the use of a 

subjective cost-benefit analysis and the comparison of alternatives (Gouldner, 1960; Murstein, 

Cerreto and MacDonald, 1977). In other words, social exchange assumes that social elements 

exist in contractual relationships; individuals voluntarily provide benefits to other parties, which 

oblige these parties to provide benefits in return (Wimbush, Shepard and Markham, 1997). This 

therefore implies a cost-benefit analysis where individuals reciprocate based on the gains they 

receive or perceive to have received from the relationship. In this paper the researchers argue that 

one reciprocation of perceived organizational support and job satisfaction is that secondary 

school teachers as employees tend to get completely engaged in their work.  

Knowing how to make positive variations in employee engagement is critical to ensure 

desirable outcomes such as job performance (Consiglio et al., 2016), which are all essential in 

the education sector. 

Education institutions have the potential to play a critical role in national development of 

anyone country. In Uganda, they have played a role in both education and research, providing 

academic knowledge to society and preparing the populace for work life.  In an effort by 
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government to create change and provide knowledge, Uganda’s education sector has been 

characterized by different reforms. All these reforms have been geared towards two reasons; one 

to provide quality education to the population and; two provide access to education for all 

(Ministry of Education and Sports, 2019). For example, the government introduced the universal 

secondary education (USE). In this program, students were allowed to join secondary schools on 

the arrangement that the government would pay for their tuition. The prior arrangement where 

parents collected money through Parent-Teachers’ Associations to supplement the meager 

teacher salaries paid by government was scrapped. Universal secondary education created an 

influx of students in the government aided secondary schools especially in the rural areas. The 

teacher-student ratio increased from the acceptable 1 to 40 to over 1 to 80. Teachers became 

overwhelmed with the big numbers and demotivated (Katarangi, 2010). Inspite of the fact that 

access to education even by the poor students increased; quality was compromised. The 

government aims were not totally achieved. The teachers became less engaged at their work. 

In commissioning this study, the authors expect to contribute in these subsequent ways: 

 

i. The education sector will be able to identify the best perceived organizational 

support - job satisfaction blend that will be functional in increasing employee 

vigour, absorption and dedication at the work place. 

ii. Besides, this study signifies one of the few pieces in present literature that 

centre on a third world country (Uganda) and the first one to focus on perceived 

organizational support and job satisfaction as an explanation for increased teacher 

engagement in a secondary school setting. It accordingly proposes a novel insight. 

 

1.1 Statement of the Problem 

Teachers in Uganda continue to exhibit tendencies of disengagement at the job. They are not 

absorbed in what they do, are less dedicated at their job and not vigorous in their work. The 

outcomes for this are that there is poor performance of students at their academics. The reason 

for this disengagement which has not been quite attended to is attributed to less job satisfaction 

and lack of support from their leaders. School leaders need to quickly come up with measures 

that entail practices of job satisfaction and support to teachers if they are to realize an engaged 

workforce. 

 

2.0 Review of Related Literature  

2.1 Perceived Organizational Support and Employee Engagement 

There are scanty studies that have examined empirically the phenomenon of perceptions of 

organizational support in the workplace (Bell and Khoury, 2016; Christoff, 2014); yet such 

perceptions are a driving force for important organizational and individual outcomes. Jaiswal and 

Dhar (2016) found perceived organizational support to influence service quality. But then service 

quality is enhanced by several factors including engagement (Germa and Warner, 2016). 

Consiglio et al. (2016) found employee engagement to predict innovative behavior.  Afsar and 

Badir’s (2017) study found perceived organizational support  to influence innovative behaviour. 

Since innovative behaviour seems to cut across perceived organizational support and 

engagement, the assumption is that a relatiosnhip exists between perceived organizational 

support and engagement. Perceived organizational support refers to employees’ perception that 

the organization values their contributions and cares about their well-being (Kim, Eisenberger 

and Baik, 2016). Employees have linked this experience to their emotional bond to the 
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organization (Kim et al., 2016) which bond leads to employee engagement. Furthermore, 

perceived organizational support has been found to predict important organizational outcomes 

such as increasing employees’ well-being (Caesens, Stinglhamber, Demoulin and De Wilde, 

2017), where well being improves employee engagement at work. 

The above studies contradict some earlier studies such as that by Maertz, Griffeth, 

Campbell and Allen (2007) which found a negative relationship between perceived 

organizational support and employee engagement. In their study of hospital sector employees, 

Maertz et al. (2007), found perceived organizational support and engagement behavior to be 

negatively associated. The above debate provides contradictory results implying that the 

association between the concepts of perceived organizational support and employee engagement 

though tested in different fields has not been exhaustively explored; hence the necessity for 

further investigation in different settings.  

The researchers hence hypothesize that: 

 

H1: Perceived Organizational Support will be positively related to Employee Engagement 

The authors now turn to job satisfaction and engagement. 

 

2.2 Job Satisfaction and Employee Engagement 

Job satisfaction continues to be a global concern especially in the medical sector because of the 

potential impact on the quality and safety of patient care (Masum et al., 2016). The concept has 

been studied in relation to engagement related concepts such as job satisfaction and; workplace 

empowerment, task delegation and psychological empowerment (Jang and Oh, 2017;   Ke, Kuo 

and Hung, 2017).  This study deviates from earlier settings in that in focuses on exploring the job 

satisfaction-engagement relationship in a completely different setting in the education sector.  

Waddimba, Mohr, Beckman, Mahoney and  Young (2019) state that studies of job 

satisfaction as a direct predictor of individual job performance (which is a result of engagement) 

have produced mixed results across diverse work domains.  Steel, Schmidt, Bosco and Uggerslev 

(2019) found job satisfaction to influence life satisfaction; an indicator of an engaged person.  

Rajabi, Boles, Alejandro and Sarin (2019) argue that sales job satisfaction improves commitment 

to work; yet commitment is linked to engagement (Saks, 2019); hence a probable association 

between job satisfaction and engagement. The importance of job satisfaction cannot be 

overemphasized. For example Newman and Nezlek (2017) found that daily rumination (a 

preservative self-focus that is recursive and persistent) was negatively associated with daily well-

being; well being an indication of engagement (Kim, Eisenberger and Baik, 2016). The 

implication is that less satisfied employees are likely to exhibit disengaged behavioral tendencies 

at work. 

In this study, the researchers sought to ascertain a model for job satisfaction and 

employee engagement in the area of education in the milieu of secondary school teacher 

perceptions in Uganda, a virgin area in which there have been comparatively hardly any works 

up to now.  

The researchers propose the following hypothesis: 

 

H2: Job Satisfaction will be positively related to Employee Engagement 

The authors now turn to perceived organizational support and job satisfaction. 
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2.3 Perceived Organizational Support and Job Satisfaction  

Identifying antecedents of job satisfaction is a topic of continuing interest to human resource 

researchers and managers (Hartmann, Rutherford, Friend, Scott and Hamwi, 2016). 

Organizational support through allowing employees to participate in job-related decisions can be 

arguably one of the most popular strategies used by many organizations to increase employees’ 

level of job satisfaction (Pacheco and Webber, 2016). According to Steel et al. (2019) workplace 

interventions such as organizational support could enhance perceptions of satisfaction of 

employees Hewagama, Boxall, Cheung and Hutchison (2019), found that organizations that 

support their employees through improving their competences at the job significantly improve 

their employees’ job satisfaction. According to Lu et al. (2019), working in shifts is an indicator 

of organizational support that eventually results into satisfaction at the job. 

 In all the studies above, findings occur in completely different settings with none in the 

education sector developing country setting this study offers. The study furthers the assumptions 

of the social exchange by exploring both school management and teachers as social elements that 

exist in a contractual relationship which when fulfilled will result into reciprocated exchanges 

through managers of schools providing support and the teachers exhibiting tendencies of 

satisfaction at the job. The researchers hence hypothesize as follows: 

 

H3: Perceived Organizational Support is positively associated with Job Satisfaction  

 

2.4 The Mediator Role of Job Satisfaction 

Employee satisfaction is defined as the pleasurable emotional experiences employees obtain 

from their job relative to the conditions in the workplace (Lu et al., 2019). The positive 

relationship between employee satisfaction and employee engagement has been established time 

and again and abridged in descriptive analyses (Hakanen et al., 2018; Liu et al., 2017; Lu et al., 

2019; Waddimba et al., 2019). Hence, there is plenty of support for presenting it as a sway on 

engagement. Liu et al. (2017), has extended the argument that perceived support was positively 

and directly associated with employee job satisfaction. A set of employer specific practices can 

predict employee job satisfaction. Such specific practices are a process which in essence explains 

how and why an employee would engage.  Such variations are ingrained in employers expressing 

what they ought to do and how to do it (support practices) in order to satisfy employees 

(Hewagama et al., 2019). Lu et al. (2019) insist that employee support practices are positively 

and directly related to employee job satisfaction.  One naturally would expect that perceived 

support practices would correlate positively with employee engagement for reasons other than 

their satisfaction expectations (e.g. because perceived support influences both). This implies that 

the relationship between perceived support and engagement may be direct or indirect. Not many 

studies have analyzed a combination of the direct relationship between perceived support and 

engagement and the mediation mechanism of job satisfaction in this relationship. Consequently, 

the researchers propose the following hypothesis: 

H4: Being satisfied at the job will have an important mediating effect on the relationship between 

perceived organizational support and employee engagement 

 

3.0 Methodology 

3.1 Design, population and sample 

Participants were obtained from two districts of Wakiso and Kampala in Uganda. Wakiso had 

352 teachers while Kampala had 302 teachers of secondary schools. This made a total population 
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of 654. Data were collected by self-administering questionnaires in two rounds where 250 

subjects were targeted (Yamane, 1973). In the first round, the researchers collected 212 usable 

questionnaires implying a response rate of 84.8%. The researchers carried out the second round 

of data collection after six months. In here 231 usable questionnaires were collected indicating a 

response rate of 92.4%. See details of respondents who participated in the first round Table 1. 

  

Table 1: Demographic Characteristics for the first round 

 1
st
 Round  2

nd
 Round 

 Frequency Percent Frequency Percent 

Gender 
Male 100 47.2 109 47.2 

Female 112 52.8 122 52.8 

Age 

20-29 Years 47 22.2 49 21.2 

30-39 Years 103 48.6 114 49.4 

40-59 Years 57 26.9 63 27.3 

60 Years and 

above 
5 2.4 5 2.2 

Academic 

Ordinary 

Diploma 
14 6.6 17 7.4 

Bachelor's 

Degree 
91 42.9 102 44.2 

Postgraduate 

Diploma 
16 7.5 17 7.4 

Master's 

Degree 
91 42.9 95 41.1 

Length of 

service 

1-4 Years 60 28.3 64 27.7 

5-10 Years 94 44.3 105 45.5 

11-15 Years 46 21.7 50 21.6 

16 Years and 

above 
12 5.7 12 5.2 

 

Source: Field Survey 2020 

 

3.2 Measures and the questionnaire 

The items for all the three variables were anchored on a five-point scale, ranging from strongly 

disagree (1) to strongly agree (5). . Perceived organizational support was measured in terms of 

supervisory support, managerial support and co-work support (Eisenberger et al., 2012). Job 

satisfaction was measured in terms of nature of work, inter- personal relationship, pay and 

allowances, training, management policies, personal growth and career development, grievance 

and redressal, management and employees policies, level of empowerment (Weiss, Dawis, 

England and Lofquist, 1967). Employee engagement was measured following the Utrecht Work 

Engagement Scale (UWES) expressed in form of vigour, absorption and dedication (Schaufeli, 

Salanova, González-romá and Bakker, 2012).  

 

3.3 Reliability, Validity and Multicollinearity 

The reliability results based on Cronbach’s α coefficient for each of the variables was above 0.7 

(Table 2) (Nunnally, 1978). Furthermore, as stated in Table 6, the composite reliability for all 
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variables under study is greater than 0.70, which is within the acceptable level (Roznowski and 

Hulin, 1992). In all the models, the observed multiple regressions (standardized coefficients) 

which are the same as R
2 

(Koufteros, 1999) indicated item reliability.  

The KMO of 0.5 and above suggests adequate convergent validity (Hair, Anderson, 

Tatham and Black, 2006) (Table 2). Using this post-hoc procedure we attempted to detect 

whether common methods variance (CMV) was present. Results indicate that this study does not 

materially have the problem of CMV (Podsakoff, MacKenzie and Podsakoff, 2012).  For all our 

study variables the determinant was way above 0.00001 (Table 2); indicating absence of 

multicollinearity (Field, 2006). 

 

Table 2: Validity of the study instrument 

 Var Chron 

bach 

Alpha 

Bartlett’s Test of Sphericity No of 

Items 

Retaine

d 

Variance 

Explaine

d (%) 

Determinant 

   KM

O 

Approx 

X
2
 

Degree

s of 

Freedo

m 

Sig    

1
st
 

Round 

PO

S 

0.85 0.83 1069.73 78 0.00

0 

13 62.67 0.006 

JS 0.89 0.89 1280.66 66 0.00

0 

12 60.43 0.002 

EE 0.83 0.80 800.23 45 0.00

0 

10 67.98 0.021 

2
nd

 

Round 

PO

S 

0.84 0.82 1093.84 66 0.00

0 

12 64.97 0.008 

JS 0.86 0.86 1073.32 45 0.00

0 

11 72.76 0.009 

EE 0.82 0.78 864.61 45 0.00

0 

10 68.21 0.022 

Narration: POS: Perceived Organizational Support; JS: Job Satisfaction; EE: Employee 

Engagement 

Source: Field Survey 2020 

For discriminant validity, the results indicate that the constructs’ average variance extracted 

(AVEs) were greater than the 0.5 (Table 3); thus, indicating the measurement scales’ ability to 

discriminate between measures that are supposed to be distinct (Farrell, 2010).  
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Table 3: Fit indices for the respective variables based on CFA results for Round 2 

 

 X
2
 df p X

2
/df GFI AGFI NFI TLI CFI RMSEA AVE 

Cutoff >5  >0.5 <3 >0.95 >0.90 >0.95 >0.95 >0.95  >0.5 

POS 31.61 24 0.14 1.32 0.97 0.95 0.96 0.98 0.99 0.04 0.56 

JS 10.28 5 0.07 2.06 0.98 0.97 0.98 0.96 0.99 0.07 0.57 

EE 26.15 13 0.012 2.01 0.97 0.94 0.96 0.96 0.98 0.07 0.56 

Narration: POS: Perceived Organizational Support; JS: Job Satisfaction; EE: Employee 

Engagement 

Source: Field Survey 2020 

 

According to CFA results (Table 3) in round 2, Convergent and Discriminant validity were 

assessed using the Normed Fit Index (NFI) and Average Variance Extracted (AVE) respectively. 

For all variables (Table 3), the NFI indices were above 0.95 indicating strong convergent validity 

(Hair et al., 2006). The Average variances extracted (AVE) are greater than 0.5; suggesting 

adequate discriminant validity (Hair et al., 2006).  

 

3.4 Descriptive statistics 

The summary descriptive statistics for perceived organizational support, job satisfaction and 

employee engagement are presented in Table 4.  

 

Table 4:  Descriptive statistics for dependent and independent variables 

  Obs Mean SD Skewness Std. Error 

of 

Skewness 

Kurtosis Std. 

Error of 

Kurtosis 

Min Max 

1
st
 

round  

POS 212 3.51 0.58 -1.09 0.17 0.54 0.33 1 5 

JS 212 3.40 0.71 -0.94 0.17 0.64 0.33 1 5 

EE 212 3.81 0.50 -1.12 0.17 0.20 0.33 1 5 

2
nd

 

round  

POS 231 3.49 0.60 -1.12 0.16 0.52 0.32 1 5 

JS 231 3.39 0.71 -0.92 0.16 0.46 0.32 1 5 

EE 231 3.85 0.47 -1.13 0.16 0.77 0.32 1 5 

Source: Field Survey 2020 

 

Narration: POS: Perceived Organizational Support; JS: Job Satisfaction; EE: Employee 

Engagement 

 

Additionally, results in Table 4 indicate that skewness and kurtosis statistics imply normally 

distributed data. 
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Table 5: Definition of variables included in the regression model 

 Variables Definition 

Dependent variable  

EE Employee Engagement The level of employee vigor, absorption and 

dedication towards execution of tasks related to 

their work; measured on a 5 point Likert scale (1 - 

strongly disagree to 5 - strongly agree) 

Independent Variables   

GDR 
Gender 

Sexual characteristic of an individual stated in 

terms of male and female 

AGE Age Number of years  (chronological) an individual has  

ACAD Academic Level Educational qualifications of an individual 

LOS 
Length of Service  

Period an individual has spent working for the 

institution 

POS Perceived  

Organizational Support 

The positive work interaction between a 

supervisor/organization and his/her subordinate 

measured; on a 5 point Likert scale (1 – strongly 

disagree to 5 – strongly agree)  

JS Job Satisfaction Feelings of approval or contentment with one’s 

job; measured on a 5 point Likert scale (1 – highly 

dissatisfied to 5 - highly satisfied) 

εj Error term Residual  

β4 The Constant   

Source: Field Survey 2020 

 

3.5 Model 

In round 1, three regression equations were generated to define the models used in investigating 

whether perceived organizational support and job satisfaction, explain any variations in 

employee engagement. The definition for each variable is presented in Table 5 above. The first 

regression equation for Model 1 related to the control variables of gender, age, academic 

qualifications and length of service at work. Model 2 related to the introduction of perceived 

organizational support in addition to the control variables - gender, age, academic qualifications 

and length of service at work; whereas Model 3, the main model, relates to the introduction of 

job satisfaction to all the variables in Model 2. Below are the regression equations for the 

specified models in Table5. 

 

Model 1: EE=β0+β1GDR+β2AGE+β3ACAD+β4LOS+εj 

 

Model 2: EE=β0+β1GDR+β2AGE+β3ACAD+β4LOS+β5POS+εj 

 

Model 3: EE=β0+β1GDR+β2AGE+β3ACAD+β4LOS+β5POS+ β6JS+εj 

 



149 

 

Results 

 

4.1 Correlation Analysis 

Zero-order correlation is presented in Table 6.  The results  suggest that all the first three 

hypotheses (H1, H2 and H3) developed in literature review have been supported.  

 

Table 6: Pearson correlations between the dependent and independent variables  

  1 2 3 

Round 1 POS (1) 0.83 0.47
**

 0.39
**

 

JS (2)  0.85 0.38
**

 

EE (3)   0.81 

Round 2 POS (1) 0.84   

JS (2) 0.56
**

 0.86  

EE (3) 0.40
**

 0.36
**

 0.80 

Source: Field Survey 2020 

 

**. Correlation is significant at the 0.01 level (2-tailed); n=212 (Round 1) and; n=231 (Round 

2); Diagonals represent Reliability statistics 

 

4.2 Regression Results 

The results are seen in Table 7. In Model 1, in Table 7, the researchers report the baseline model 

with four control variables. All the standardized β coefficients are not significant. Even when the 

researchers introduce perceived organizational support (POS) in Model 2 and job satisfaction 

(JS) in Model 3, all the control variables remain non-significant. This suggests that the results are 

not confounded by the control variables. 
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Table 7:  Multiple Regression Results 

 Model 1 Model 2 Model 3 

Constant 24.110*** 12.343*** 11.533*** 

Gender -0.068 (-0.960) -0.074 (-1.135) -0.063 (-0.993) 

Age -0.078 (-0.834) -0.160 (-1.847) -0.160 (1.887) 

Academic -0.063 (-0.763) -0.037 (-0.487) -0.032 (-0.428) 

Length 0.072 (0.880) 0.055 (0.741) 0.039 (0.538) 

Perceived 

Organizational 

Support 

 0.409 *** (6.336) 0.275*** (3.163) 

Job Satisfaction   0.239** (3.170) 

F 0.756 8.749*** 9.287*** 

R 0.120 0.419 0.462 

R
2 
 0.014 0.175 0.214 

Adjusted R
2
 -0.005 0.155 0.191 

R
2
 Change 0.014 0.161 0.039 

F Change 0.756 40.150*** 10.050** 

SE of the estimate  0.497 0.456 0.447 

df 207 206 205 

Sig. F Change 0.555 0.000 0.002 

Regression  4 5 6 

Residual  207 206 205 

Total  211 211 211 

 

Notes: Dependent variable: Employee Engagement; t-test values in parentheses (). **, 

***Statistically significant at 1 and 0.1 per cent, respectively   

Source: Field Survey 2020 

 

The results in Model 2 in Table 7 [round 1] show that perceived organizational support (POS)  

explains 40.9 per cent of the variances in employee engagement (β=0.409, p⩽0.001, t=6.336). 

This finding provides further support for hypothesis H1. In Model 3 in Table 7, results further 

show that perceived organizational support (POS)  explains 27.5 per cent of the variance in 

employee engagement (β=0.275, p⩽0.001, t=3.163) strengthening support for H1. The whole 

Model 2 in Table 7 explains a total of 15.5 per cent (Adjusted R
2
) of the variance in employee 

engagement.  
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Source: Field Survey 2020 
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Similarly, the SEM results (β=0.19; C.R.> 1.96) [round 2] of Figure 1 as shown in Table 8 

further strengthen the finding that perceived organizational support is a significant predictor of 

employee engagement rendering support for hypothesis H1. 

According to Model 3 [round 1] in Table 7, job satisfaction explains 23.9 per cent of the 

variations in employee engagement (β=0.239, p⩽0.01, t=3.170). This provides further support 

for H2. The implication is that positive changes that occur in job satisfaction create positive 

changes in employee engagement. The findings are strengthened by the results of the SEM 

[Figure 2] (round 2) in Table 8 (β=0.22; C.R.> 1.96) demonstrating support for H2. 

The results (β=0.36; C.R.> 1.96) in Table 8 [round 2] perceived organizational support is 

a significant predicator of job satisfaction further rendering support to the correlations results 

earlier presented in both the 1
st
 and 2

nd
 rounds. This implies that positive variations that occur in 

perceived organizational support create positive variations in job satisfaction; hence supporting 

H3. 

To test for  H4, the mediation effect, the researchers carried out several nested SEMs. 

Morgan and Hunt (1994) examined four different criteria in a SEM model comparison: (1) 

overall model fit as measured by CFI; (2) percentage of hypothesized significant paths; (3) 

amount of variance explained as measured by squared multiple correlations; and (4) parsimony 

assessed by the parsimonious normed fit index (NFI). Table 8 shows the results from the two 

competing models. Comparison of results between the two models   (Table 8) on these four 

fronts indicates that in terms of overall model fit, the mediated model had a better fit of the data 

and hence was used to better interpret the results.  

The mediation effects were assessed using structural equation modeling (Fig 2 and; tables 

8 and 9). According to Hair et al. (2006), researchers test for the hypothesis that “values for the 

standardized total effect and standardized direct effect of an endogenous variable on to the 

exogenous variable are different” to establish whether mediation exists using SEM,. If values are 

the identical, then mediation does not exist. In table 9, the total and direct effect values for 

perceived organizational support on employee engagement are not similar [total effect=0.19, 

direct effect=0.11, indirect effect=0.08].  
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Source: Field Survey 2020 
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Table 8: Results of Competing Models 

   
Non _mediated 

model 
Mediated model 

JS <--- POS  0.36*** 

EE <--- POS 0.19* 0.11 

EE <--- JS  .22** 

X
2
   24.72 107.26 

df   13 51 

p   0.03 0.00 

CFI   0.95 0.98 

NFI   0.91 0.96 

RMSEA   0.07 0.06 

SMC for JS    0.13 

SMC for EE   0.04 0.08 

Source: Field Survey 2020 

 

 From the results in table 8, when job satisfaction was introduced (table 8 - mediated model), 

perceived organizational support lost all its predictive potential on employee engagement 

(β=0.11; C.R.< 1.96).  The results imply that among teachers in secondary schools in Uganda, a 

full mediation (Zack, McKeen and Singh, 2009) effect exists of job satisfaction on the perceived 

organizational support - employee engagement relationship. This finding renders support for H4. 

 

 

Table 9: Standardized total, direct and indirect effects for mediated model 

  POS JS EE 

Standardized total 

effects 

JS 0.36 0.00 0.00 

EE 0.19 0.22 0.00 

Standardized 

direct effects 

JS 0.36 0.00 0.00 

EE 0.11 0.22 0.00 

Standardized 

indirect effects 

JS 0.00 0.00 0.00 

EE 0.08 0.00 0.00 

Source: Field Survey 2020 

 

5.0 Discussion  

Perceived organizational support and employee engagement were positively and significantly 

associated. This implies that positive changes that occur in perceived organizational support lead 

to positive changes in employee engagement. The study demonstrated that when management in 

secondary schools holds teachers in high regard and gives them the chance to make important 

decisions they feel bursting with energy. Furthermore holding teachers in high regard and 

including them in decision making increases their strength at work and makes them feel 

vigorous. Such circumstances could include influencing decisions made by upper management or 

consulting them when deciding on new policies and procedures in the school. The above findings 

practically confirm the social exchange assumption that negotiated exchanges between parties 

founded on the expectation that actions will result in a commensurate return. The commensurate 
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returns is further revealed in management’s effort in secondary schools to hold teachers in high 

regard which not only makes them get up in the morning, feeling like going to work but also 

makes them find the work they do full of meaning and purpose. The meaningfulness and 

purposefulness at work are an engagement response by employees in the efforts put in by 

management to support them.  These study findings are in line with those of Hakanen et al. 

(2018) who linked employees’ engagement at work to behaviors such as supervisors who are 

supportive of their subordinates, friendly and considerate. 

Similarly,  job satisfaction and employee engagement were positively and significantly 

associated. This implies that positive variations that occur in job satisfaction lead to positive 

variations in employee engagement. The study demonstrated that a positive nature of work and 

good inter- personal relations in secondary schools in Uganda, makes teachers feel bursting with 

energy. Furthermore this increases their strength at work and makes them feel vigorous. In this 

study, the researchers find that pay and allowances not only makes teachers in secondary schools 

in Uganda,  get up in the morning, feeling like going to work but also makes them find the work 

they do full of meaning and purpose. For employees to feel enthusiastic about their job and 

proud of what they do, there is necessity for management to provide training.  

These findings are in consonance with those of Tepayakul and Rinthaisong (2018) who 

found a positive direct effect of job satisfaction on employee engagement. Results further 

indicated that perceived organizational support and job satisfaction were positively and 

significantly associated. The study demonstrated that a positive nature of work and good inter- 

personal relations in secondary schools in Uganda, is not only a result of holding teachers in high 

regard but also giving them the chance to make important decisions. Furthermore, giving 

teachers the chance to make important decisions, valuing their contributions and supporting them 

in their decisions makes the nature of their work interesting and enhances their inter- personal 

relationship. In secondary schools in Uganda when supervisors are given the freedom to 

determine how to treat their subordinates this can help in quick handling of grievances and 

redressal of issues gone wrong in turn increasing teacher satisfaction.  

The study further finds that when teachers of secondary schools are allowed to run things 

the way they want, this enhances their level of empowerment indirectly increasing their 

satisfaction at the job. The findings indeed practically support the social exchange assumption 

that individuals reciprocate based on the gains they receive or perceive to have received from the 

relationship. These findings are in consonance with those of Afif (2018) who found a positive 

association between perceived organizational support and job satisfaction. 

The findings additionally demonstrate that the predictive potential of variations that occur 

in the perceived organizational support on employee engagement is completely wiped out with 

the introduction of job satisfaction in their relationship.  This implies that among teachers in 

secondary schools in Uganda, job satisfaction takes all the inputs of perceived organizational 

support and translates them into employee engagement. In light of these study findings, 

perceived organizational support may not influence employee engagement without job 

satisfaction among secondary schools teachers. The researchers therefore aver that job 

satisfaction is significant to building perceived organizational support that is noteworthy in 

bringing forth employee engagement among teachers in secondary schools. In this study the 

researchers argue that the returns the teachers provide in terms of engagement at work will be 

commensurate to their satisfaction as a result of the degree of support rendered by the school 

management. 
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6.0 Implications, Conclusion, Limitations and Areas for Further Study 

6.1 Implications  

This study presents some practical propositions particularly for human resource management 

practice. First, this study underscores the magnitude of perceived organizational support and how 

they relate to employee engagement. Management support practices are characteristically 

enhanced in the service sector particularly the education service. Nevertheless, the efficacy of 

these improvements and changes are habitually not considered. This study is one of the first to 

do this particularly in a developing country in an African setting. This practically extends 

Homan’s social exchange theory’s assumption that by management voluntarily providing 

benefits in form of support to the teachers, this obliges them [teachers] to respond in return in 

terms of heightened engagement levels at work.  Second, this study which ascertains the bond 

between improvements in perceived organizational support and job satisfaction practices and 

high levels of employee engagement provides pertinent insights that an organization’s invariable 

striving to have superior job satisfaction practices could result in positive employee outcomes. 

The incessant dedication of the organization to provide the best management support and job 

satisfaction practices can elicit a stronger sense of absorption, vigour and dedication toward the 

institution, a practical reflection of Gouldner’s social exchange theoretical assumption that 

human relationships are formed by the use of a subjective cost-benefit analysis. Third, 

improvements in organizational support practices have to be exhibited well across the 

organization. It is not enough to assume theoretical positive changes in organizational support 

and job satisfaction practices (such as employee participation in decision making). These 

positive assumptions must be practically exhibited by managers across the different levels in the 

organization for employees to feel that they (support practices) actually exist. 

 

6.2 Conclusions 

This study constructed a research model for clarifying the relationships among perceived 

organizational support, job satisfaction and employee engagement of teachers in secondary 

schools in Uganda. The study examined the association between perceived organizational 

support and employee engagement; job satisfaction and employee engagement and perceived 

organizational support and job satisfaction among teachers of secondary schools in Uganda. The 

study also tested the mediation effect of satisfaction in the perceived organizational support – 

employee engagement relationship. Research findings suggested that both perceived 

organizational support and job satisfaction influence teacher engagement at work. Also perceived 

organizational support was a significant predictor of job satisfaction among secondary school 

teachers in Uganda.  The results illustrate that improvements in perceptions of organizational 

support among teachers boost their engagement, provided that these teachers become fully 

satisfied at their job. The findings basically extend the social exchange theoretical perspective 

that the expectation that actions will result in a commensurate return is the foundation of the 

process of negotiated exchanges between parties. Teacher engagement at work is a direct result 

of management support that enhances their satisfaction.   

 

6.3 Limitations and Areas for Further Study 

Whilst the study offers significant results, particularly on how changes in both supervisor support 

and job satisfaction practices impact employee engagement, below the researchers highlight a 

few limitations that may inform and provide guidance for future studies. First, the focus of the 

study is the influence of job satisfaction practices on the organizational support - employee 
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engagement association. There are other management practices that may contribute to the 

positive and significant change in employee engagement, which are beyond the scope of this 

study. Consequently, researchers need to take care when making assertions about the 

generalizability and applicability of findings in other institutions or other perspectives.  

Additionally, this study utilized data that were based on perceptions of teachers and not actual 

and explicit indicators of organizational support, job satisfaction practices and employee 

engagement. Future research can employ explicit indicators to fully ascertain the impact of 

variations in organizational support and job satisfaction practices on employee engagement. 

Furthermore, this study did not look deeply into the type and extent of changes made in 

organizational support and job satisfaction.  
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